The Basic Statute of Public Employees introduces for the first time the per-formance appraisal in the Spanish public sector. In order to guarantee the objectivity in the performance appraisal process, it is required to define the Job Competency Profiles and also a set of performance indicators of each job. This paper focuses on both tasks for a public organization as a previous phase of the performance appraisal design.
Introduction
The law 7/2007 of 12 April, on the Basic Statute of Public Employees (hereinafter BSPE) is the regulatory framework which governs the Spanish public service employees. This law represents a modernization of human resources management in public organizations. Among other novelties, it introduces for the first time the performance appraisal in the public sector. The preamble of the BSPE itself announces that "the fundamental element of the new regulation is [...] the performance appraisal of public employees" which "must be taken into account for purposes of promotion in the career, maintenance of jobs and determination of a part of the complementary remuneration, precisely those related to productivity or performance". In accordance with this, the performance appraisal becomes one of the foundations on which the new management of the civil service is based.
Performance appraisal is a systematic process that assesses employees with regard to their performance on the job during a certain period of time in relation to certain pre-established criteria and organizational objectives (Toppo and Prusty, 2012) . This is one of the oldest and most universal practices of management in private organizations (Tripathi, 2006) but it is a new philosophy for public organizations (Álvarez García, 2011) . The first step of this process is, therefore, to determine what should be assessed, either the results achieved by employees in their jobs or the "way of doing", i.e. behaviors of employees. Article 20 of BSPE addresses this issue and affirms that "the performance appraisal is the process by which it is measured and valued professional behaviour and performance or the achievement of results".
In order to implement the performance appraisal in public organizations it is necessary: (1) to specify the Job Description, (2) to define the Job Competency Profiles and (3) to define a system of management by objectives (MBO). In (1) and (2) are detailed, among other, the tasks of each job and the competences that employees should have. This information allows to evaluate not only results, but also behaviors. Conversely, the MBO identifies the objectives which should be attained per job within a specified time period (Coomisión de Coordinación del empleo Público, 2013). This implies, in turn, the determination of performance indicators, which show the level of achievement of the stated objectives. The aim of this paper is, precisely, to define the Job Description, the Job Competency Profiles and the performance indicators of a Spanish public organization in order to determine, with this information, the performance appraisal.
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The remainder of the paper is organized as follows. Next Section presents the proposed methodology to define the performance appraisal. Then Section 3 presents the achieved results following the implementation of the methodology and constitute a detailed description of each position in which performance indicators are included. Finally, conclusions and future lines of this work are presented.
Methodology
This article is part of a larger project divided into three phases. PHASE 1 has been already accomplished in a previous work and consists of determining the Competency Dictionary of a public organization (Guijarro et al., 2015) . This dictionary divided competencies into three groups: Core competencies, Technical competencies and Personal competencies. Furthermore, levels associated to each competency have been also defined. To accomplish the objective of this paper we focus on PHASE 2 that consists of developing the Job Analysis and Description, which includes the general identification of the job, the objective of the job, the training profile, the tasks and those competencies, from the Competency Dictionary, that are required. All this information constitutes the Job Competency Profile (JCP further on). After that, we focus on determining the performance indicators per job. These indicators are based on the skills and competencies described in the JCP and will be used to measure the level of performance of any public employee that plays the same job. Finally, PHASE 3 is the further work that will result from this paper. Table 1 and Table 2 show the results from applying the PHASE 2 to one of the jobs that have been involved in this work: the Chief Negotiating Officer. Table 1 shows the Job Competency Profile whereas Table 2 shows the list of performance indicators for this job.
Conclusions and further work
The law 7/2007 of 12 April, on the Basic Statute of Public Employees introduces for the first time the performance appraisal in the public sector. However, in practice there are very few public organizations that have implemented it. The work presented in this paper is part of a larger project that consists of designing a performance appraisal system in a public organization. In this paper we focus on the determination of the Job Competence profile and the definition of the performance indicators per job.
To define a performance appraisal system, first of all it is necessary to determine which exactly the company wants to evaluate. The results of this work will allow designing the last phase of the methodology suggested in this paper (Phase 3 of Figure 1 ) that will consist of designing the performance evaluation procedure. Following the BSPE, the results of this procedure will be used to determine objectively a horizontal career of public employees and their implications on the remuneration policy, among others. 
5.1.Core competencies
Customer-oriented (3); Continuous learning (3); Focused on quality (2)
5.2.Tecnical competencies
Use of TIC´s (2); Cognitive Capacity (2); Technical-professional expertise (2)
Personal competencies
Decision making (3); Flexibility (2); Personal Autonomy (2); Initiative (2); Self-motivation (2); Leadership (2); Group work (2); Organization and planning (2); Results-Oriented (2) 
